Reward System and Service Delivery of Librarians in Federal Universities in South West Nigeria by Yusuf, Jemilat & Fehintola, Oluwaseyi Overcomer
University of Nebraska - Lincoln 
DigitalCommons@University of Nebraska - Lincoln 
Library Philosophy and Practice (e-journal) Libraries at University of Nebraska-Lincoln 
7-15-2021 
Reward System and Service Delivery of Librarians in Federal 
Universities in South West Nigeria 
Jemilat Yusuf 
Afe Babablola University,Ado-Ekiti, Ekiti State,Nigeria., jemilat.yusuf@yahoo.com 
Oluwaseyi Overcomer Fehintola 
University of Ibadan, Nigeria, fovercomer@yahoo.com 
Follow this and additional works at: https://digitalcommons.unl.edu/libphilprac 
 Part of the Library and Information Science Commons 
Yusuf, Jemilat and Fehintola, Oluwaseyi Overcomer, "Reward System and Service Delivery of Librarians in 
Federal Universities in South West Nigeria" (2021). Library Philosophy and Practice (e-journal). 6014. 
https://digitalcommons.unl.edu/libphilprac/6014 
Reward System and Service Delivery of Librarians in Federal Universities in 
South West Nigeria 
                                 1Jemilat Yusuf 2Fehintola Overcomer Oluwaseyi 
 
1 University Library, Afe Babalola University, Ado-Ekiti, Ekiti State, Nigeria 
                   2   University of Ibadan, Oyo State, Nigeria 
               1jemilat.yusuf@yahoo.com;2 fovercomer@yahoo.com 
ABSTRACT 
The study aims to examine the nexus between reward system and service delivery of librarians in 
federal universities in Southwest Nigeria. Descriptive survey design was adopted for this study 
and the population consisted of 120 librarians in six federal universities in Southwest Nigeria. The 
total enumeration technique was adopted in the study. Questionnaire was the instrument used for 
data collection. The data was analysed using descriptive statistics of frequency counts, simple 
percentages, mean and standard deviation while inferential statistics of Pearson’s Moment Product 
Correlation and regression were used to test the hypotheses at 0.05 level of significance. Findings 
showed that usage statistics =x( 3.04), current awareness =x( 3.02), virtual reference services 
=x( 2.88), information literacy =x( 2.82), Internet/E-mail services =x( 2.77) and online/CD 
ROM and Database searching =x( 2.70) were some of the services delivered by the librarians. 
The major reward systems for librarians were: satisfaction of job security =x( 3.08), giving annual 
leave allowance =x( 2.85) and good remuneration =x( 2.50). The major challenges encountered 
by librarians included lack of financial support to buy library materials as a result of low budgetary 
allocations to the development of libraries, inadequate promotional activities, low pay scale and 
limited opportunities for promotion. Reward system enhanced service delivery by librarians in the 
universities in Southwest Nigeria. Librarians should therefore, be treated fairly without any feeling 
of bias regards to their recognition and promotion opportunities by their employers as this would 
enhance good service delivery. 
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Introduction 
          University libraries support the university community by delivering services to meet the 
teaching, research and learning needs of students and staff. University libraries play a key role in 
the educational system of their parent institutions by providing a variety of services to a wide range 
of users in the academic environment. University libraries acquire, process, manage and 
disseminate information resources through which their parent institutions conduct research and 
produce high-level manpower (Nnadozie and Onah, 2016). Similarly, Adeniran (2015) opine that 
university libraries are service oriented organisations that are established for the provision of 
relevant information resources and quality services to meet their users’ information needs. The 
success of university libraries, therefore, depends on their ability to utilise information and 
knowledge of staff to better serve the needs of the academic community. 
            The provision of quality service by the university library is the primary mission of a library 
as the librarianship profession is service-oriented. The development of the library is driven by 
users’ needs which are affected by the changing environment. Library services are now operating 
within a user-centred and self-learning world and this has made user behaviour to shift from a 
passive learning pattern to an active one in which users want simple, helpful self-service and 
personal help only at times of greatest need.  Simmonds and Andaleeb (2016) surmise that by 
providing services and satisfaction to users, academic and research librarians can distinguish their 
services through friendly, helpful and knowledgeable advice and the best technological resources 
available.  
For librarians, the expectations of the users serve as a guideline for the integrated library 
development, planning of library services and the enrichment of the already existing collection. 
With this, knowledge about the expectations of the library users has become significant for 
librarians. Despite the development and integration brought to library services in the university 
libraries, some variables could influence service delivery by library personnel one of which is the 
reward system. 
Reward system can be defined as the procedures, rules and standards associated with the 
allocation of benefits and compensation to librarians. Reward system refers to different types of 
rewards available and provided to library personnel by their employers. A reward system should 
satisfy the goals associated with the strategy of an organisation, while at the same time be 
attractive, cost effective and fair. The basic premise of reward systems is to maintain library 
personnel’s motivation in order to increase production, quality library service delivery and sustain 
a competitive edge, while keeping costs low (Khan, Aslam and Lodhi, 2015). Reward system is 
primarily viewed as pay-offs for performance. The effective type of reward incorporates both the 
extrinsic and intrinsic aspects.  
Extrinsic reward can be defined as those rewards that come from the library management 
for a good job well done. Extrinsic reward for extrinsic motivation comes in the nature of 
recognition, such as promotion and money for performance for librarians as this would enhance 
the quality of their service. The most common forms are salary, overtime pay, and merit pay. Zaini, 
Nilufar and Syed (2019) affirm that reward is an important factor that motivates librarians to act 
willingly and exert considerable effort on behalf of the library as they maintain strong relationship, 
which in turn increase service delivery. 
Intrinsic reward can be defined as those rewards that come within an individual as a result 
of the passion one has towards his/her work which breeds effective service delivery. Sharma and 
Sadana (2018) are of the opinion that intrinsic reward imparts motivation through job challenges 
and enjoyment of job activities. Intrinsic rewards include diversity of activities, participation in 
the decision-making process, greater job discretion and more challenging tasks. Offer of rewards, 
are techniques that positively influence library personnel effectiveness in university libraries by 
providing quality services to users. This is aimed at attracting and retaining qualified library 
personnel who will provide the type of services expected by library users. Salary is a major 
component of extrinsic reward which makes library personnel to act promptly at their places of 
work and consequently enhances quality service delivery. However, it has been observed that in 
spite of the increasing interest of university libraries to provide effective reward system that can 
motivate librarians to work harder and increase their service delivery, there is every indication that 
librarians in Nigeria are dissatisfied with their rewards. Thus, the intention of any reward system 
is to attract, retain and maintain a satisfied workforce that will always stay focused by delivering 
services. A lot of issues seem to be challenging this, lack of fringe benefits, poor remuneration, 
delayed in salary, failure to provide adequate compensation among others. To this end, this study 
will investigate the influence of reward system on library service delivery of librarians in federal 
universities in Southwest Nigeria.  
 
Objectives of the study 
      The main objective of this study is to examine the reward system and service delivery of 
librarians in federal universities in Southwest Nigeria. The specific objectives are to; 
• identify the services delivered by librarians in federal universities in Southwest Nigeria; 
• determine the reward system for librarians in federal universities in Southwest Nigeria; 
• identify the challenges encountered by librarians in service delivery in federal universities 
in Southwest Nigeria; 
 
Research questions 
     The following are the research questions for the study; 
• What are the various services delivered by librarians in federal universities in Southwest 
Nigeria?  
• What is the reward system for librarians in federal universities in Southwest Nigeria?  
• What are the challenges encountered by librarians in service delivery in federal 
universities in Southwest Nigeria? 
Review of Related Literature 
Attempts were made here to peruse related works of other authors on reward system and service 
delivery of librarians in federal universities in Southwest Nigeria.  This section is however 
broken into sub-sections. 
1. Theoretical Framework:  EQUITY THEORY 
Equity theory was first propounded by John Stacey Adams in 1963. Equity theory focuses mainly 
on people’s feelings of how fairly workers have been treated in comparison with the treatment 
received by others in the work place (Mullins, 2010). The theory came as a result of continuous 
agitation for fair and equitable pay for all employees in the organisation. This theory is also based 
on three assumptions; that employees develop beliefs about what constitutes a fair and equitable 
return for their contributions to their jobs. It assumes that employees tend to compare what they 
receive in exchange to their contribution from their employers to what co-workers receive from 
their employers. Equity theory also holds that when workers believe that their own treatment is 
not equitable in relation to what they perceive others to be making; they will be forced to do 
something about such inequity in the work place. This shows that employees perceive fairness in 
regard to the social relationships in the work place. Similarly, equity theory is concerned with the 
perception of (cognitive process) how employees are treated in their organisation. When people 
feel that they are being treated in an inequitable and unfair fashion, the theory argues that they will 
be motivated to engage in activities targeted at restoring feelings of equitable treatment (Wasiu 
and Adebajo, 2014). In other words, employees always want to be treated fairly especially in the 
work place, when that is not achieved they perceive it as inequity. For instance, some employees 
may have a greater need for pay and recognition than others and where a job gives no opportunity 
for increased pay or recognition; such employees are likely to be more frustrated than those whose 
need for higher pay and recognition is less. Another major concern of equity theory is payment 
(compensation) which is a major cause of concern of equity or inequity in most cases in 
organisations (Dugah & Ayaga, 2014). They went further to say that given any position in the 
organisation, employees want to feel that their contributions and work performance are being 
rewarded with their pay. Hence, if an employee feels underpaid, he would be dissatisfied and 
therefore becomes hostile towards the organisation and co-workers which may ultimately result to 
lack of motivation and low job satisfaction. Therefore, it could be further added that equity theory 
is one of the most useful frameworks for understanding the study of reward and job satisfaction as 
it deals with the aspect of justice in regard to employees’ payment in organisations. In other words, 
the feeling of equity or inequity will impact the level of employees’ effort in the work environment 
(Laakso, 2012). Adams’ theory posits that employee’s strife for equity between his or herself and 
other workers especially as it relates to rewards and employee satisfaction is very important as it 
affect work attitudes. This theory holds that equitable rewards are important work-related factors 
that affect employees’ job satisfaction at work.  
      In this study, equity theory centers on the principle of equity and justice with regards to 
employees’ rewards as practiced by management in the work place. It shows efforts taken by 
management to offset negative feelings of inequity and uphold the principle of fairness by treating 
all employees, especially as regards rewarding their efforts fairly (Mokhtar & Nasser 2015). Thus, 
employees tend to be more satisfied, happier and more motivated if rewards such as pay, fringe 
benefits, recognition promotion and job security are equitably and fairly distributed in the work 
place, but dissatisfied when these rewards are not commensurate with their efforts and in 
comparison to what their counterparts receive in other organisations. Therefore, Akuoko and 
Donkor (2012) suggest some practical implications of equity theory which include; providing 
managers with a better explanation on how beliefs and attitudes affect employees’ job satisfaction 
and performance, emphasizes the need for managers to pay attention to employee’s perceptions of 
what is fair and equitable, providing employees with the opportunity to appeal against decisions 
that affects their welfare, helping managers to promote co-operation and team work among group 
members by treating them equally. 
 
 
2. Other Literature Reviewed 
      Umunnakwe and Onyebinama (2016) investigated the type of services rendered by academic 
libraries in Imo state, and found that cataloguing, reference, circulation and indexing and 
abstracting services were the most important services rendered. They concluded that service 
provision in any library was an indispensable activity. In another study conducted by Singh and 
Arora (2015) on library services and their resources in the state of Haryana, India, and it was found 
that all of the university libraries offered a range of services which included current awareness 
service, selective dissemination of information, photocopy service, bibliography service, 
document delivery service, interlibrary loan (ILL) service, reference service, circulation, 
membership, OPAC/Web OPAC services. 
Atabor and Numkwen (2015) examined the utilisation of library services in academic 
libraries in Nigeria, and the results showed that the respondents were satisfied with some of the 
services like current awareness, translation service, telephone service and information literacy 
service in the library. The study recommended that adequate information resources be acquired to 
boost library services.   
           In another study conducted by Chukwueke and Onuoha (2019) on the emergent trend in 
library services delivery in academic libraries in Southeast Nigeria and the finding revealed that 
some of the major services rendered in the academic libraries includes current awareness, 
bibliography, selective dissemination of information, indexing and abstracting among others. The 
authors recommended that provision of adequate fund by the various levels of government 
authorities in the country for the procurement, installation and maintenance of the ICTs             
Reward system is an important tool that can be used by the library management in challenging 
positive librarian’s morale to work and in so doing help in achieving the desired organisational 
outcomes and effective service delivery. In a study conducted by Lucky, Minai and Rahman (2013) 
on the influence of reward system on employees’ performance in India among 145 employees and 
the finding reported that job security is critical to the performances of employees and in addition 
it was reported that 75% of the employees reported that job security enhances performance and 
effective service delivery. Mehmood (2013) was of the opinion that reward systems do not only 
play significant role in influencing and improving library personnel morale but also assist in 
changing the negative attitude and behaviour which some librarians have towards work and service 
delivery. Furthermore, when librarians perceive fairness in the established reward system, it builds 
up their level of satisfaction with the management and this in turn helps in stimulating effective 
service delivery to library users. 
In a study conducted by Hewitt (2014) on the influence of reward system on service 
delivery among 185 librarians in some selected library in US and found that librarian’s recognition 
is a key driver to employee engagement and service delivery which ultimately results in meeting 
the needs of the users. The author also found that there was significant relationship between 
recognition/appreciation on librarians’ satisfaction, work morale, and productivity; the study also 
revealed that librarians are satisfied with the recognition and appreciation programmes as they are 
significantly more satisfied with their jobs, feel more valued at work and are more likely to stay 
with the organisation.  
Gross and Friedman (2014) conducted a study on the influence of reward system on 
employees’ service delivery in US and found that in order to maintain an effective ‘reward system’ 
it is vital to have quality information and analysis to make better decisions and also to evaluate the 
impact of those decisions. To be effective the total reward strategy should capture the set of 
rewards, both financial and non-financial. In another study conducted by Andrew and Kent (2014) 
on the impact of reward system in some organisations in Scotland. The authors adopted a survey 
research design and the population of the study comprised 150 employees that were randomly 
selected. The result revealed that reward system had significant impact on organisations’ growth 
(F =.712, P<0.05). The author surmised that employees revolve around the rewards and recognition 
so the both aspects have much importance for employees. The author concluded that good reward 
system helps to retain high performers in the firm so rewards must fulfill the high performer’s 
feelings.  
In another study conducted by Kikoito (2014) on the impact of reward system on service 
delivery among 65 librarians in Nwanza, Kenya. The study adopted a descriptive survey research 
design. The population of the study comprised all librarians in Nwanza, Kenaya and the sample 
size consisted of 180 librarians. Questionnaires were used in collecting data from the respondents 
and the data were analaysed using descriptive statistics of frequency count, mean and standard 
deviation. The finding revealed that librarians were not satisfied with the current reward packages 
(71.6%) and salary level (65.3%) was viewed to be too low and did not reflect cost of living in 
Mwanza city. The study further indicated the intrinsic (non-financial) rewards were not 
satisfactory to librarians in Nwanza, Kenya. Njoroge and Kwasira (2015) also conducted a study 
on the influence reward system on service delivery among librarians in some selected universities 
in Nakuru, Kenya. The finding adopted survey research design and the population of the study 
comprised all library personnel. The sample size comprised 200 professionals and 
paraprofessionals librarians and questionnaires were used in the data collection. Person’s product 
moment correlation was used o analysed the data and the finding revealed that there was a strong 
relationship between compensation and reward on service delivery (r = .593, p<0.05) in Nakuru, 
Kenya.  
Fapohunda (2012) conducted a study on pay disparity and pay satisfaction in public and 
private universities in Nigeria. The study employed the survey research design, and the sample 
size used in the study was 200 academic staff consisting of 50 respondents randomly selected from 
each of the two public and two private universities in Nigeria selected for the study. The results 
showed disparity in pay between public and private sector academic staff, with the private 
universities paying better than the public universities. In another similar study conducted by 
Nzelum, Unegbu, Nworie and Irunegbo (2019) on the influence of reward system on service 
delivery among 107 librarians in academic libraries in Imo state. The survey research design was 
used for the study using questionnaire as the instrument for data collection. The study covers the 
entire population of one hundred and seven (107) librarians in academic libraries in Imo State. One 
hundred and five (105) copies of the questionnaire were completed and returned for analysis 
representing 98.1%. The findings showed that when the rate of compensation improves or 
increases positively, the rate of librarians’ satisfaction increases in direct proportion which 
consequently enhances quality service delivery. 
             Echezona, Asogwa and Asadu (2011) also conducted a study to reveal the services 
obtained in circulation department and to ascertain whether users were satisfied in some academic 
libraries in Nigeria, and the findings revealed that users were not satisfied with constant power 
outage, inadequate facilities, and poor maintenance of books among other factors. They 
recommended the urgent need for library administration to install power generator, provide 
adequate fund, skilled human capital and provide electronic circulation services. 
            Fagbola, Uzoigwe and Ajegbomogun (2011), conducted a study on the challenges 
encountered by librarians in service delivery in university libraries in Southwest Nigeria, the 
authors adopted descriptive research design. The population of the study consisted of 120 
professionals and para-professional who were selected using simple random sampling techniques. 
The result revealed that poor/unreliable public power supply (67.2%), inadequate operational 
human resources (48.6%), apathy on the part of staff (22.5%), lack of maintenance (19.4%) and 
poor funding (74.6%) were some of the challenges encountered by librarians.        
 
Methodology 
       The descriptive survey research design of the correlational type was used for the study. The 
population consists of all librarians in the six federal universities in South west Nigeria. According 
to the data collected from Registry/ Establishment Unit of Various Universities, 2020, the total 
number of librarians in these universities is 134. The questionnaire was the data collection 
instrument and total enumeration sampling technique was adopted since the size of the population 
is low. The scale was adopted from the study of Adebayo and Mabawonku (2017). The researchers 
administered and retrieved 120 completed and correctly filled copies of the instrument personally. 
Data was analyzed with the use of frequency counts and mean which were presented in tables. 
Table 1 Population of the Study 
 Population of librarians in Federal Universities in South-west Nigeria  
S/N Name Of Institutions State Year Of 
Establishment 
Number  of Librarians        
1 University of Ibadan Oyo 1948 31 
2 University of Lagos Lagos 1962 23 
3 Federal University of 
Agriculture, Abeokuta 
Ogun 1988 23 
4 Obafemi Awolowo 
University 
Osun 1975 22 
5 Federal University of 
Technology, Akure 
Ondo 1981 21 





 TOTAL   134 




Demographic Characteristics of the Respondents 
Table 2: Demographic Information of the Respondents 
Table 2. Demographic characteristics of the librarians 
Demographic Characteristics Frequency Percentage 
Name of library Kenneth Dike Library, UI 
AKT Library, University of Lagos 
Nimbe Adedipe Library, FUNNAB 
Hezekiah Oluwasanmi Library, OAU 
Albert Ilemobade Library, FUTA 












































































Position  Librarian I 
Assistant Library Officer 













Section  Management unit 






IT & computer unit 
Serial unit 

























Source: Author’s Computation (2020) 
Table 2 reveals that 28 (23.3%) of the respondents were from Kenneth Dike Library, University 
of Ibadan, 20 (16.7%) were from AKT Library, University of Lagos, 21 (17.5%) were from Nimbe 
Adedipe Library, Federal University of Agriculture, Abeokuta, 20 (16.7%) were from Hezekiah 
Oluwasanmi Library, OAU while 19 (15.8%) were from Albert Ilemobade Library, Federal 
University of Technology, Akure and the rest 12 (10.0%) were from Federal University, Oye Ekiti. 
Sixty-four (53.3%) of the respondents were males and the remaining 56 (46.7%) were females. 
This means that male participated more in the study than their other counterparts. 
RQ I: What are the various services delivered by librarians in federal universities in Southwest 
Nigeria? 
Table 3. Services delivered by librarians in federal universities in Southwest Nigeria 
S/N ITEM 4 
N      % 
3 
N      % 
2 
N      % 
1 
N      % 
x  S.D 
1 Virtual reference services 41    34.2 43   35.8 16  13.3 20  16.7 2.88 1.07 
2 Reference service by e-mail or the Web Technology to 
assist patrons with disabilities 
26    21.7 32   26.7 22  18.3 40  33.3 2.37 1.16 
3 Documents digitized by the library personnel 13    10.8 32   26.7 53  44.2 22  18.3 2.30 0.89 
4 Electronic theses and dissertations produced by students 
and made available for consultation by library personnel 
35    29.2 35   29.2 6     5.0 44  36.7 2.51 1.26 
5 Virtual reference utilities 31   25.8 50   41.7 12  10.0 27  22.5 2.71 1.09 
6 E-mail reference 19    15.8 48   40.0 13  10.8 40  33.3 2.38 1.11 
7 Chat reference, commercial service 17    14.2 19   15.8 36  30.0 48  40.0 2.04 1.07 
8 Instant messaging applications 13    10.8 20   16.7 37  30.8 50  41.7 2.00 1.01 
9 Short message service (SMS) or text messaging 14    11.7 28   23.3 25  20.8 53  44.2 2.03 1.07 
10 Serial back files and other paper materials (include 
government documents) 
47    39.2 15   12.5 20  16.7 38  31.7 2.59 1.30 
11 Information literacy 36    30.0 49   40.8 12  10.0 23  19.2 2.82 1.07 
12 Inter-library loans and documents to other libraries 41    34.2 25   20.8 24  20.0 30  25.0 2.64 1.19 
13 Electronic collection 23    19.2 53   44.2 16  13.3 28  23.3 2.59 1.05 
14 Hybrid collection 31    25.8 41   34.2 10    8.3 38  31.7 2.54 1.19 
15 Subscription to Electronic serials 30    25.0 26   21.7 22  18.3 42  35.0 2.37 1.20 
16 Document delivery service 29    24.2 33   27.5 22  18.3 36  30.0 2.46 1.16 
17 Photocopying 18    15.0 56   46.7 20  16.7 26  21.7 2.55 0.99 
18 Current Awareness 35    29.2 65   54.2 8      6.7 12  10.0 3.02 0.87 
19 Usage statistics 45    37.5 49   40.8 12  10.0 14  11.7 3.04 0.97 
20 Telex/ Telephone service 35    29.2 17   14.2 27  22.5 41  34.2 2.38 1.23 
21 Bibliographic and Compilation service 27    22.5 20   16.7 14  11.7 59  49.2 2.13 1.25 
22 Translation service 14    11.7 22   11.7 17  14.2 67  55.8 1.86 1.09 
23 Technical Writing service 14    11.7 33   27.5 20  16.7 53  44.2 2.07 1.09 
24 Bindery 15    12.5 20   16.7 27  22.5 58  48.3 1.93 1.07 
25 Facsimile service 13    10.8 31   25.8 27  22.5 49  40.8 2.07 1.05 
26 Online/C.D ROM Database searching 33    27.5 40   33.3 25  20.8 22  18.3 2.70 1.07 
27 Internet / E-mail service 41    34.2 36   30.0 17  14.2 26  21.7 2.77 1.14 
28 Audio/visual materials provision 32    26.7 25   20.8 33  27.5 30  25.0 2.49 1.14 
29 Section where patrons can sit, listen and view 
audio/visual material 
35    29.2 37   30.8 30  25.0 18  15.0 2.74 1.04 
30 Microforms material provision 31    25.8 21   17.5 18  15.0 50  41.7 2.28 1.24 
31 Subscription to databases and maintenance of the access 25    20.8 39   32.5 14  11.7 42  35.0 2.39 1.17 
32 Campus wide data communication network 27    22.5 43   35.8 22  18.3 28  23.3 2.58 1.08 
33 Web-Based Services 36    30.0 29   24.2 30  25.0 25  20.8 2.63 1.12 
34 Instructions and trainings to users for better use of Web 
Services 
40    33.3 29   24.2 27  22.5 24  20.0 2.71 1.13 
35 Collaborative Services 29    24.2 27   22.5 23  19.2 41  34.2 2.37 1.19 
Source: Author’s Computation (2020) 
Key: SA= Strongly Agree, A= Agree, D= Disagree, SD= Strongly Disagree; N = Number; % = 
Percentage 
 
Result from Table 3 reveals the various services delivered by librarians in federal 
universities in Southwest Nigeria. It shows that “usage statistics” =x( 3.04) was ranked highest 
by the mean score rating while translation service =x( 1.86) is the lowest ranked. It could be 
concluded that the major services delivered by librarians in federal universities in Southwest 
Nigeria are; usage statistics, current awareness, virtual reference services, information literacy, 
Internet/E-mail services, section where patrons can sit, listen and view audio/visual material, 
virtual reference utilities,  instructions and trainings to users for better use of web services, 
online/CD ROM Database searching, inter-library loans and documents to other libraries, web-
based services, serial back files and other paper materials (include government documents), 
electronic collection, campus wide data communication network, photocopying,  hybrid collection, 
electronic theses and dissertations produced by students and made available for consultation by 
librarians. 
  
RQ II: What is the reward system for librarians in federal universities in Southwest Nigeria? 
Table 4. Reward system for librarians in federal universities in Southwest Nigeria   
S/N  SA A D SD x  S.D 
 Intrinsic reward N          % N          % N          % N          %   
1 I am able to finish whatever job task assigned to me  62      51.7 52      43.3 6          5.0 - 3.47 0.59 
2 Once I make a plan to get something done, I stick to it  60      50.0 58      48.3 2         1.7 - 3.48 0.53 
3 I consider myself as a very hard worker  63      52.5 53      44.2 4         3.3 - 3.49 0.57 
4 I keep at my assigned task until I am done with it  54      45.0 62      51.7 4         3.3 - 3.42 0.56 
5 Most days I feel a sense of accomplishment from the work I do  61      50.8 47      39.2 12      10.0 - 3.41 0.67 
6 During the past one month, I have been pleased about completing 
something that was considered hard to do  
55      45.8 41      34.2 24      20.0 - 3.26 0.77 
7 This organisation is renowned for giving formal recognition for 
employee efforts to “make a difference” 
27      22.5 45      37.5 37      30.8 11        9.2 2.73 0.91 
8 The management is quick to recognise employees whose efforts 
make a different  
31      25.8 34      28.3 28      23.3 27       22.5 2.58 1.11 
9 Managers in this organisation  recognise individual team members 
equally for their effort at work  
34      28.3 42      35.0 36      30.0 8          6.7   2.85 0.91 
10 The organisation rightly demonstrates they value and respect 
worker’s effort  
36      30.0 49      40.8 30      25.0 5         4.2 2.97 0.85 
11 I am satisfied with the overall working conditions in this company  21      17.5 35      29.2 47      39.2 17      14.2 2.50 0.94 
12 I like working in my department  63      52.5 37      30.8 14      11.7 6          5.0 3.30 0.87 
13 I am happy with my salary compared to the work I perform  21      17.5 49      40.8 22      18.3 28      23.3 2.53 1.04 
14 I am satisfied with the current reward system in place in this 
organiasation 
24      20.0 31      25.8 36      30.0 29      24.2 2.42 1.07 
15 I like the respect I receive from my co-workers and managers  37      30.8 64     53.3 8       6.7 11       9.2 3.06 0.86 
 Extrinsic reward       
16 I am satisfied with the organisation’s basic salary because it is 
reasonable  
29      24.2 51     42.5 17     14.2 23      19.2 2.72 1.04 
17 I am adequately rewarded for my efforts in the organisation.  24     20.0 41     34.2 26      21.7 29       24.2 2.50 1.07 
18 My pay is commensurate with my skills and experience  35     29.2 37     30.8 15      12.5 33       27.5 2.62 1.18 
19 My salary encourages me to put in more energy into my job  25     20.8 43     35.8 29      24.2 23       19.2 2.58 1.03 
20 My benefits are awarded according to my job status  27     22.5 41     34.2 28      23.3 24       20.0 2.59 1.05 
21 The organisation’s benefits policy is generally good.  26     21.7 27     22.5 39      32.5 28       23.3 2.43 1.07 
22 I am paid overtime and bonus whenever I exceed my working 
hours.  
25     20.8 29     24.2 33      27.5 33       27.5 2.38 1.10 
23 My benefits motivate me to perform my work better  37     30.8 38     31.7 23      19.2 22      18.3 2.75 1.08 
24 This organisation provides other benefits such as pension and 
annual leave allowance.  
35     29.2 52     43.3 13      10.8 20      16.7 2.85 1.03 
25 I receive appropriate recognition for my contribution to the 
company  
26     21.7 35     29.2 31      25.8 28      23.2 2.49 1.08 
26 I receive both formal and informal recognition for performing my 
job on schedule.  
25     20.8 40     33.2 26      21.7 29       24.2 2.51 1.08 
27 My promotion is dependent on my work performance or tenure  21     17.5 41     34.2 24      20.0 34       28.3 2.41 1.08 
28 I am satisfied with the organisation’s promotion policy  19     15.8 36     30.0 22      18.3 43       35.8 2.26 1.11 
29 I am encouraged to perform my work as expected.  20     16.7 43     35.8 33      27.5 24       20.0 2.49 1.00 
30 I am satisfied with the overall job security.  39     32.5 57     47.5 18      15.0 6           5.0 3.08 0.82 
Source: Author’s Computation (2020) 
Key: SA= Strongly Agree, A= Agree, D= Disagree, SD= Strongly Disagree; N = Number; % = 
Percentage 
 
Result from Table 4 revealed the reward system for librarians in federal universities in 
Southwest Nigeria. It shows that I consider myself as a very hard worker =x( 3.49) was ranked 
highest by the mean score rating and I am satisfied with the organisation’s promotion policy =x(
2.26) was ranked the lowest. It could be inferred that library personnel in federal universities in 
Southwest Nigeria are satisfied with the reward system, and some of the major rewards include; 
sticking to their plan, as they consider themselves as very hard workers, they keep at their assigned 
task until they are done with it, they feel a sense of accomplishment from the work they do, they 
have been pleased about completing something that was considered hard to do, they like working 
in their department, they like the respect they receive from their co-workers and managers, their 
salary encourages them to put in more energy into their job, their benefits motivate them to perform 
their work better, they are satisfied with the overall job security, their organisation provides other 
benefits such as pension and annual leave allowance, they are satisfied with the organisation’s 
basic salary because it is reasonable and their pay is commensurate with their skills and experience.  
 
RQ III: What are the challenges encountered by librarians in service delivery in federal 
universities in Southwest Nigeria? 
 
Table 5: Challenges encountered by librarians in service delivery  
S/N Items SA 
N          % 
A 
N          % 
D 
N          % 
SD 
N         % 
x  S.D 
1 Lack of financial support to buy library 
materials as a result of low budgetary 
allocations to the development of libraries 
59  49.2 55  45.8 2      1.7 4     3.3 3.41 0.69 
2 Low pay scale and limited opportunities for 
promotion 
56  46.7 42  35.0 22  18.3 - 3.28 0.76 
3 Lack of awareness programmes 57  47.5 37  30.8 18   15.0 8      6.7 3.19 0.93 
4 Inadequate space for holding library materials 31  25.8 51  42.5 24   20.0 14  11.7 2.83 0.95 
5 Inadequate library materials 36  30.0 56  46.7 24   20.0 4      3.3 3.03 0.80 
6 Lack of trained and skilled manpower 24  20.0 29  24.2 44   36.7 23  19.2 2.45 1.02 
7 Lack of appropriate government policy on 
information materials 
49  40.8 47  39.2 10    8.3 14  11.7 3.09 0.98 
8 Lack of information literacy on the part of the 
library users 
36  30.0 56  46.7 19  15.8 9      7.5 2.99 0.87 
9 Inadequate promotional activities 68  56.7 31  25.8 16  13.3 5      4.2 3.35 0.87 
10 Low information literacy rate among library 
personnel 
38  31.7 40  33.3 22  18.3 20  16.7 2.80 1.07 
11 Lack of incentives for job well done 51  42.5 52  43.3 11   9.2 6      5.0 3.23 0.82 
12 Inactive role of LIS professional associations 
to fight for the interest of the library personnel 
46  38.3 49  40.8 19  15.8 6      5.0 3.13 0.86 
13 Insufficient communication skills among 
library personnel 
33  27.5 40   33.3 25  20.8 22  18.3 2.70 1.07 
14 Poor information literary skills and digital 
literacy 
36  30.0 42  35.0 34  28.3 8     6.7 2.88 0.92 
15 Lack of library accreditation 16  13.3 29  24.2 46  38.3 29  24.2 2.27 0.98 
16 Inadequate ICT infrastructure in libraries 32  26.7 36  30.0 33  27.5 19  15.8 2.68 1.04 
17 Ineffective leadership 44  36.7 26  21.7 38  31.7 12  10.0 2.85 1.03 
18 Low professional status 43  35.8 22  18.3 22  18.3 33  27.5 2.63 1.23 
19 Lack of exposure to international standards 
and experience 
50  41.7 26  21.7 26  21.7 18  15.0 2.90 1.11 
Source: Author’s Computation (2020) 
Key: SA= Strongly Agree, A= Agree, D= Disagree, SD= Strongly Disagree; N = Number; % = 
Percentage 
Table 5 reveals the challenges encountered by librarians in service delivery in federal 
universities in Southwest Nigeria. It shows that lack of financial support to buy library materials 
as a result of low budgetary allocations to the development of libraries =x( 3.41) was ranked 
highest by the mean score rating and lack of library accreditation =x( 2.27) ranked has the lowest. 
It could be inferred that the challenges encountered by librarians in service delivery in federal 
universities in Southwest Nigeria are; lack of financial support to buy library materials as a result 
of low budgetary allocations to the development of libraries, inadequate promotional activities, 
low pay scale and limited opportunities for promotion, lack of awareness programmes, inadequate 
library materials, lack of appropriate government policy on information materials, lack of 
incentives for job well done and inactive role of LIS professional associations to fight for the 
interest of the librarians, Lack of information literacy on the part of the library users, lack of 
exposure to international standards and experience, ineffective leadership and poor information 
literary skills and digital literacy.  
 
Discussion of the findings 
        Findings from this study shows that the major services delivered by librarians in federal 
universities in Southwest Nigeria are; usage statistics, current awareness, virtual reference 
electronic theses and dissertations produced by students, among others are made available for 
consultation by librarians. This means that these services are readily available for users who come 
to the library as such their information needs are being met. This finding corroborates that of 
Umunnakwe and Onyebinama (2016) who investigated the type of services rendered by academic 
libraries in Imo state, and reported that cataloguing, reference, circulation and indexing and 
abstracting services were the most important services rendered. The authors concluded that service 
provision in any library was an indispensable activity. The finding also supports that of Singh and 
Arora (2015) who conducted a study on library services and their resources in the state of Haryana, 
India, and reported that all of the university libraries offered a range of services which included 
current awareness service, selective dissemination of information, photocopy service, bibliography 
service, document delivery service, interlibrary loan (ILL) service, reference service, circulation, 
membership, OPAC/Web OPAC services. 
Some of the major rewards include; sticking to their plan, as they consider themselves as 
very hard workers, they keep at their assigned task until they are done with it,  their benefits 
motivate them to perform their work better, they are satisfied with the overall job security, their 
organisation provides other benefits such as pension and annual leave allowance, they are satisfied 
with the organisation’s basic salary because it is reasonable and their pay is commensurate with 
their skills and experience. This means that if these factors are met by library management, it could 
enhance the quality of service delivered by library personnel. The finding lends support to that of 
Mehmood (2013) who reported that reward systems do not only play significant role in influencing 
and improving librarian’s morale but also assist in changing the negative attitude and behaviour 
which some librarians have towards work and service delivery. Furthermore, when librarians 
perceive fairness in the established reward system, it builds up their level of satisfaction with the 
management and this in turn helps in stimulating effective service delivery to library users. The 
finding also validates that of Andrew and Kent (2014) who reported that that employees revolve 
around the rewards and recognition so the both aspects have much importance for employees. The 
author affirmed that good reward system helps to retain high performers in the firm so rewards 
must fulfill the high performer’s feelings. 
Some of the major challenges encountered by librarians in service delivery in federal 
universities in Southwest Nigeria are; lack of financial support to buy library materials as a result 
of low budgetary allocations to the development of libraries, inadequate promotional activities, 
low pay scale and limited opportunities for promotion, lack of awareness programmes among 
others. The finding corroborates that of Fagbola, Uzoigwe and Ajegbomogun (2011) who 
conducted a study on the challenges encountered by library personnel in service delivery in 
university libraries in Southwest Nigeria and reported that poor/unreliable public power supply, 
inadequate operational human resources, apathy on the part of staff, lack of maintenance and poor 
funding were some of the challenges encountered by library personnel. The author reported that 
despite the tremendous development associated with the birth of ICT, there exist basic challenges 
that tend to hinder the provision of access to knowledge by libraries especially in developing 
countries like Nigeria. 
Conclusion 
Providing quality service to library users (undergraduates and postgraduates) will make 
them to derive a lot of benefits by gaining access to library resources as they will have access to 
information that could improve their learning, personal growth/development, assignment, project 
research/theses. Even though constraints like lack of appropriate government policy on 
information materials, low pay scale and limited opportunities for promotion, poor information 
literary skills and digital literacy, lack of incentives for job well done and inadequate ICT 
infrastructure in libraries among others could hinder service delivery by librarians, the situation 




1. For effective service delivery by librarians, adequate ICT infrastructure and internet 
facilities should be made available in the university libraries. University libraries should 
increase their level of investment on ICT facilities. 
2. Government and other stakeholders in the educational sectors should provide money to buy 
library materials by also increasing the budgetary allocations to the development of 
libraries for quality service. 
3. University management should look into the salaries and wages of librarians with the view 
of improving it as this would also enhance quality service delivery in the library. 
4. Librarians should be treated fairly without any feeling of bias as regards to their recognition 
and promotion opportunities by their employers as this would enhance good service 
delivery. 
5. Pension and overtime allowances should be paid as and when due to librarians as it is in 
line with the Nigerian labour law as it would make library personnel to perform at the 
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